Approved For Release 2QH1/04/09 : CIA-RDP79-OO498AOOO1OOO7S0O5-8 


OFFICE OF PERSONNEL 


What affect has publicity in the past year had on the 
Agency’s ability to recruit new personnel? 

What is the status of CIARDS, its future, its viability, 
its relation to Civil Service? Why is there a budget 
schedule for CIARDS in the Federal Budget this year? 

What mechanisms do you employ in the different directorates 
periodically to identify marginal performers and separate 
those whose performance cannot be improved? 
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QUESTION . RECRUITING -- IMPACT OF PUBLICITY 

What effect has publicity in the past year had on the 
Agency's ability to recruit new personnel? 

ANSWER . Recruiting has not been adversely affected by 
publicity concerning the Agency. The numbers of 
people writing in for jobs increased from 21,532 in 
calendar year 1974 to 33,511 in 1975, an increase 
of 56 percent. For last year's Summer Intern Program, 
400 people applied. Over 600 have applied for this 
year's program. The quality of applicants is as good, 
if not better, than in previous years. The number 
of applicants who cancelled their processing dropped 
from 790 in 1974 to 682 in 1975, a decrease of 
14 percent. 
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QUESTION . What is the status of CIARDS, its future, its 
viability, its relation to Civil Service? Why is 
there a budget schedule for CIARDS in the Federal 
Budget this year? 

ANSWER . The CIA Retirement and Disability System is one of 
the two statutory retirement systems in CIA. About 
two- thirds of Agency personnel are under the Civil 
Service System and one-third under CIARDS. Membership 
in CIARDS is accorded to those Agency employees who 
perform what the CIA Retirement Act describes as 
’’duties clearly distinguishable from normal Government 
employment . " 

The CIARDS was enacted in September 1964 as the 
result of efforts by the Agency to provide, for its 
employees who perform "clearly distinguishable" duties, 
retirement benefits a bit better than provided by the 
Civil Service System and to permit employees who per- 
formed such duties to retire earlier than they could 
under Civil Service. 

The CIARDS is basically the Civil Service System 
with provision for a slightly more favorable formula 
for computing annuities and permitting retirements to 
occur at ages earlier than provided for under Civil 
Service. In almost all other respects, CIARDS follows 
Civil Service. Since 1965, we have secured amendments 
to CIARDS in order to maintain comparability with the 
Civil Service System. 
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intelligence sources and methods: 

1. Participants in CIARDS must, by law, maintain 
prescribed periods of qualifying service at certain 
points in their Agency careers. This means that certain 
of them are being put into, or removed from, CIARDS 
over the years. Since almost all of these are under 
"cover" of some type, we could not permit such records 
to be maintained in the Civil Service Commission. 



3. The CIARDS is closely meshed with the workings 
of the concept of "career service" which is an institution- 
alized aspect of personnel management throughout CIA. 

CIARDS is much more management- oriented than is Civil 
Service: Management (career services) controls assign- 

ments of employees and management plays a role in all 
retirements under CIARDS, except retirements for dis- 
ability or for those that are mandatory because of age. 
Together, CIARDS and the career service management 
comprise our fundamental context of personnel 
management. We cannot countenance its disruption. 
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(b) annual payments of that portion of normal costs not 
met by employee/employer contributions; and (c) annual 
payments to finance in 30 equal installments increases 
in unfunded liability for new or liberalized benefits, 
extension of coverage or salary increases. I consider 
enactment of this legislation essential to the continuing 
liquidity of the Fund. 

The schedule which appears in the President's 
FY 1977 Budget for a $28.3 million payment to CIARDS 
simply reflects the estimated budgetary cost of the 
above-cited legislation for FY 1977, should it be 
enacted. 
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In sum, our training costs are high because of the 
unique training requirements existing in the Agency which 
can be met only by giving the training in-house. 
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QUESTION. What mechanisms do you employ in the _ different 

directorates periodically to identify marginal performers 
and separate those whose performance cannot be improved? 

ANSWER. The Agency’s personnel evaluation program includes 
a single Agency-wide system for job performance evalua- 
tion and several comparative evaluation systems which 
are designed to meet the requirements, of i 
career service./} It is Agency policy to i 
of the effectiveness of their work performance. The 
Agency's performance evaluation system is designed to 
promote communication and understanding between super- 
visors and employees with respect to the employees 
performance of their assigned duties and to provide an 
official record of each employee's job performance in 
terms of Agency-wide criteria. 

Letters of Instruction . Supervisors participate with 
employees in defining annual performance objectives and 
action plans which specify the timing of results which 
the employees intend to accomplish. The written state- 
ment of these objectives and plans (LOI) establishes 
the standards for evaluating each employee's performance 
in terms of his productivity during the following year. 
Letters of instruction are revised to record signifi- 
cant qualitative or quantitative changes in productivity 
goals . 


; each ^Directorate 
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Fitness Reports . Agency policy requires that 
supervisors record at least once each year their 
opinions and evaluations of the work performance of 
employees under their jurisdiction. An unsatisfactory 
or marginal rating requires immediate and positive 
remedial action and the action taken or recommended 
by the supervisor must be described in the narrative 
section of the fitness report. The nature of the 
action could range from counseling to separation. 

Any weakness noted in a prior year's report must be 
commented on in the subsequent report. Rating 
officers must certify on the fitness report that poor 
performance, when it occurs, has been the subject of 
discussion with the employee. Reviewing officers have 
the responsibility for following up on marginal and 
unsatisfactory ratings and bringing the particular 
case to the attention of the career management officer. 

Deputy Directors develop and administer systems 
for comparing the relative capabilities and potential 
of employees in their directorate as pertinent to their 
selection for assignment, advancement and retention. 

The Director of Personnel assists in the development 
and operation of such comparative evaluation systems 
and reviews them from time to time to ensure their 
continuing relevance. In October 1975, the Director 
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of Personnel, with the help of representatives of 
each of the career services, developed "Descriptors 
for Comparative Evaluation Groupings" to be used by 
all of the career services in their comparative 
evaluation process. The resultant five groupings 
provide a basis for career board actions such as 
assignment, promotion, counseling and separation. 
The bottom category is "Substandard" and requires 
administrative action which may include counseling, 
training, reassignment and/or separation. 
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The Honorable Ja^es T* Lynn* Director 
Off ice ef Iteaag4»wmt and Budget 
Washing toft* *>. C* 20S03 

Bear Ht. Lynns 

Thl* respond* to that pottloa of Mr. 

3D January 1375 which relates to the CI.a Retirement 
Disability System (CIAHDS) . 

In requesting that we review the desirability of mergini 
d A'tDS with the Civil Service Retirement System (iS8$) , Hr* 

Ash noted that the difficulties inherent in providing for 
unfunded liability smd in updating our system to parallel 
changes in the C$as argue for a merger. 

Based on o nr review, 1 have concluded that the interests 
of this Agency will bo served better and more of- lei eat ly 
by continuing^! ARBS ns & separate syste^* vie^d in 

th* context of sound personnel management and related con- 
lltJilllml of economy, security, adntai;tr*tlv* ease and 
morale, the problems of providing for unfimevd 

and of updating oar System do not appear ** difficult 

«A¥*4&t server. Moreover, we believe it to be less dlttxcutt 
. J ., i _ iWeislatloa to overcome those two problems than to 
lltX il* l VS£S&^M to jehier. *«*.r, <md *» W». 
oriato legislative proposal has already bees prepared* e 
Stall t*f foilLiog iSfowatio* in support of our ri«. «d 
conclusions: 

1 First* lot mo note that a. unique rot ireaent 
policy responsive to tl»» needs of this Agency and 

directly iatojiatod into owr P*”° # ; e h a i , j!Sns 
systosa existed oven before enactment of uXARSb, 


r\ l * 
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a. The first race rdcd concern c£ Agency 
%«aft.g#a*&£ for rotlrouont at ago* o^rUor 
the ssandatory ago of 73 as provided wader 
Civil Service Retirement System was w*d* os 
early as October 1931 in a report of a task 
fore# on legislative sins* This report ssasstioaou 
that sssia® work is Cl A required s combination or 
awrnt*!, physical and psychological characteris- 
tics which are found ia diminishing proportions 
la eaoloyoes past ago SO. This was tss& hoginning 
of the d&t&l&pntmt of a policy of 5, eafly vi rotire- 
umt (i.o.* earlier than ago 70} and, also » 
toward the eventual 4®v©lops«nt of clAdos. 

b, Generated fey a continuing and serious ^ 

concern about the need to keep the Agency s wove 
force. young sad vital* the Director o* TSi 

Xatalllfteac# approved in 1$S9 3 policy calling 
for rati rodent at age $9 #T as soon thereafter 
as employees feecoae eligible for an Isame-Aist® ^ 
annuity — at the tine, ag® 60 with SO years or 
service or age 62 with five years of service. 

The significance of this development is that 

it was the first step toward putting 1 a the 
hands of ^anagosent the -schodul in$ and control 
of retirements ; before then, such control t f as - 
lacking and retirement was subject to the deci- 
sion of employees. It was recognised at the 
tin# that the now policy departed sigaificantly 
from the mandatory provisions of tao Civil 
Service ft*tir#A«»t System sad that tM Agency 
r«a the risk of outcry and even legal action 
from affected employees, despite the risks, 

. the Agency proceeded because of the extreme 
importance attached to the age 60 retirement 


c. Tho 1366 Federal Salary Act authorised 
retirement at age 6» with Z$ years of service, 
nnd, our ’’mandatory 1 '* retirement policy was revised 
accordingly for «apl*7*** covered by the €&*>»• 

d, in late 134? the Agency conducted^ 
comprehensive reviaw of this policy. On ^ &*y 
12§| the Director of Central Intelligence *«* 
affirmed the policy aad also approved a retire- 
mant rationale i» support of this policy. ^ i 
believe it is relevant to our pros -sat roviow 
to attach that rationale. In it y«u will note 
the critical relationship between mir 

policy and tho proper functioning of this Ageuwy* 

C.vhf iULr^i i SAL 
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e. Early retirement in CIA has contributed 
mightily to three objectives of Agency management. 

The most significant of those is that the large 
number of retirements aided greatly in meeting 
personnel reductions, and we were spared the 
agony, strife, and attendant potential security 
problems of initiating massive adverse separation 
and termination actions. In addition, these 
retirements assisted in keeping the Agency young 
and creating headroom for promotions. For exam- 
ple, for the five fiscal years 1970-1974, there 
were 3,172 retirements; the average age of retire- 
ment reduced from 56.3 in FY 1970 to 53.3 in FY 
1974. In FY 1970, 54.6 percent of retirees were 
under age 60; in FY 1974, 87.8 percent were under 
age 60. There is little question that the retire- 
ment policy has served the Agency well. 

f. Enactment of the Fair Labor Standards 
Amendments of 1974, which included a prohibition 
against age discrimination, forced us to revise 
our ’‘mandatory” retirement policy for employees 
covered by the CSRS from one requiring retirement 
at age 60 to age 65. This change has caused deep 
apprehension that the many advantages of the earlier 
age 60 policy would be diluted or even lost and, 

as a result, serious personnel management problems 
would ensue. Despite this change, we continue to 
hope that employees will view early retirement 
favorably, thus minimizing the effect of the change. 

2. I have included the above summary of our long- 
standing policy in order to establish that the retirement 
of Agency employees historically has been a matter of deep 
and continuing concern to Agency management. fhis policy* 
which deviated dramatically from that generally found else- 
where and more specifically from that provided by the Civil 
Service Retirement System, has been a key facet of the 
Agency’s personnel management system. With this background 
on our overall retirement policy, I wish now to establish 
that CIARDS -- which was obtained for a unique category 
and limited number of employees -- has become an even more 
integrated part of our personnel operations. 


3 


- - ! 

*■ , i -i 

’tj ; v i —j * 4 ^ 1 


Approved For Release 2001/04/09 : CIA-RDP79-00498A0001 00070005-8 



Approved For Releaa*£00lki4/0$? dlA^RDP?9U)b498AOOO1&#07OOO5-8 


a. In 15-52 the House Arsed Services Cos»lttoe 
expressed its desire for the Agency to here & 
retirement system that ‘’would stand on Its own 
two feet.*’ In 1364 CXAROS was enacted late l ft 
to provide retirement for certain employees of 
CIA* whose duties were clearly distinguishable 
from normal gavaYsunesit ejaploysseat » la 126§» 
just as the Agency was installing the new retire- 
ment system within CIA, a White Meuse Cabinet 
Committee was appointed to examine all Federal 
retirement systems. That Connitte# devoted soae 
of its tisMi to considering the iserjer of other 
to ti rosea t systems with the Civil Service System, 
which, in its view, would contribute to better 
and more economical administration, maxima* 
across-the-board consistency and batter coor- 
dination with other fringe benefits, While all 
that seems to constitute a laudable goal, the 
Committee did, however, recognise that the 
management contexts In which retirement systems 
operate differ. Hence, the Committee acknowledged 
the vastly different organisational complexions 
of the military services and the Foreign Service 
md concluded that: 

**MSH (Hilitary Services Setirsment) 
and fS a (Foreign Service Retirement) are 
pftnageasnt oriented to a greater degree 
than Is €$% (Civil Service Eetire^eatV, 
both are closely coordinated with their 
respective personnel systems to facilitate, 
the retention and promotion of the most 
able and to separate or retire the least 
able as well a» those no longer able to 
• fully umt requirements of the service* 

The close coordination between these 
retirement ays ions and their respective 
personnel systems is a basic reason for 
their continued separate existence.** 

Ve believe that the ClASBS is oven more unique 
&mm Federal retirement systems, net only insofar 
as It baa become aa organic part of our organisation, 
but also in that a good pert of Its methodology falls 
within the purview of the Director’s statutory responsi 
billty for protecting intelligence sources mn mtmus* 
I will explain these two aspects i 
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(l) CXA&2S is not just an ordinary 
systssa tka* &*??•** te> l>e 
se^rac® I rt? a* Civil Sarvlcis , It Is 
uniquely tied lata the whole Agency 
fabric of Mte*gdft*at« Omo o.£ the 
statutory criteria far participation 
1st ClASdS is the performance o£ duties 
that ate "’'clearly distinguishable iron 
normal gcvamaent eaploystoiitt* 5 * A Retire* 
meat Sosird, ce&sisting of senior Agency 
©mployees# reviews all requests for 
«4iit)l«ii to C1A1&S to ensue® that tHt 
statutory saa regulator/ requirement# 
governing qualifying service and other 
eligibility requirements are rigidly 
adhered to, The Board reviews the 
esipioyssont record of participants In 
C1A3DS at certain intervals to ensure 
continued eligibility to regain In CIAR0S 
This activity is conduct ad threat! MWt 
the Agency and results in employees 
being dropped £ro» CIARDS or iakeu into 
it, Rigid control is by the 

Board snd ««aag»sM»&t of the type of 
service which is qualifying to ensure 
eetnpliaac* with the spirit and intent 
of the law. This typo oi activity is 
closely iatertwiacd with and requires " 
the participation of Agency 
and the many Career Services or Career 
Service Sisb-Srmtps into which CIA 
personam! are divided. Since the 
special retirement benefits of CIA&DS 
were sought and obtained for approxi- 
mately eTthird of Agency personnel* 

-* the balance to bo covered by the 
Civil Service Setlvo&oat Sy*t m — 
the control, review, and designation 
functions currently being performed 
would have to bo steiataiaad eves 'with 
a laergor with the Civil Service Retire* 
aest System, In ear view, merger would 
not only eompo»iiid the administrative 
complexity of this activity, but would 
jaako it store expensive to perform. 

Heedless to say, legislation would be 

required to achieve this separate tunc- 
tion, oven though the Systems are serge* , 


S 
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an4 would h 9 likely to generate axt&nsivo 
discussion sad debate as to the rationale 
for the proposed delineation of responsi- 
bilities. 

(2) the G I ARDS is also such siore 
isaaagestoat "directed than is the Civil 
Service System'**- "another feature that 
adds uniqueness* the Career Service 
concept gives naaagottent a large role 
over the careers* and even over tfe* 
lives* of -the participants* Directed ^ 
assignments are not uaeonaMm. To staff 
our Station in Vietnam during its peak 
years, for example, roquirod ordering 
officers to duty there against their 
personal preferences* The incentive 
Oi qualifying for CXASG& as a benefit 
of such service stater tally assisted 
our staffing of this and other overseas 
-areas. Actual retirements below the 
mandatory retirement sg® in CIAkDS are 
also a function of management. Unlike 
the Civil Service Retlreaeat System* 
voluntary retirements under Cl ARDS are 
permitted only with the approval of the 
Director; and the Director can retire 
involuntarily any participant with at 
least 25 years of service or one who is 
ago 53 with £0 years of service. CIA&SS 
is* than* 150X0 of a naitageneiiit tool than 
is the Civil Service Retire&ent System; 
©ad it is a tool that is integrated into 
the framework of Agency Eaaagejsvat 
practices* 

($) sir* Ast»*s suggestion to serge 

Cl ASPS with the Civil So r vie® Retirement 
System further raises n concern beyond 
ret I tenant* Hero I am vs f erring to the 
Director* s statutory responsibility to 
protect Intelligence sources and methods; 
and many of our activities In CXARDS la* 
volvo methods which we feel coopelled to 
keep classified* under control, and kown 
to as low persona as possible* 


§ 
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X think it is safe to say that because 
of mr statutory responsibilities, th# Agency 
©ust employ and sstilis# individuals in a 
variety of ■ways not found eXsevher® in tao 
Federal government, la the wain* thesa are 
those ‘"certain ossploy®^s !l, rofaTred. to ia 
the title of the CIAR &5 Act who are 
forcing duties that ar® ”, . . so specialised 
because of security requirosimta as to 00 
clearly distinguishable fro® 

Bent «aj»loy»tw*t . * *• on J T ™| 5SS? 9Tf 
criteria for admission to CXMDS* Or ton 
these employees aro uadar cover in various 
other organisations » some are serving in 
’’non-official” capacities, in aost cases, 
participation in CIAUDS is based on service 
overseas. Ml these various types of 
employment situations and service involve 
classified inforaatioa and sensitive 
methods which nswst be protected not only 
during employment but even after retire- 
ment. Merger with the Civil Service 
^etireaent System would require ta® Civil 
Service CosjtJission to develop aad maintain 
special security procedures; to install 
necessary equipment » o*g,» saxes 1 to clear 
md instruct largo groups of employees is 
** in« aad custody of these 


We believe the Director, Bureau or Met its . 
e«at* Insurance and Occupational f,ealt« 
would have to overcome serious problems 
in order to accomodate the security and 
other r©quir»»<mt» of our retirement system. 

h Harter, there fore* would require replacement 
of tested procedures, controls and nechaaisws under 
sir control. Substitutes -* even if acceptable ones 
could be developed, and I doubt that .f ~ 

would not bo under my control* Xh# ilunS 

impair ny statutory responsibility. *no 

System, Interwoven into a largor » /ministers 

iaaaa*«»»t and highly classified methods, administers 
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such matters routinely and with great and secure 
efficiency. Participants retired under such clr- 
capstan cos are CIA’s responsibility to administer* 
not only until they die, but until all their sur- 
vivors eligible for retirement benefits are dead 
too. 


J. The Cabinet Comittae oa Stetlnoumt acknowledged 
that the Foreign Service and the Military Eetireaent Systems 
could be excluded from a 3 cheat* for merger because these 
retirement systems were more aenagemeat -oriented. We think 
that this conclusion is sound in that it did not view all 
Independent retirement systems merely ns groups of lesser 
numbers of employees; it wisely accorded appropriate weight 
to the peculiar characteristics or the quality of the 
philosophy and the professionalism of th# cadres wnieh 
r^ade up these independent systems. As we have discussed 
above, CURDS is at least the equal of FSR and US* in 
these respects and that* in addition* the CIAftho has 
unique peculiarities, due to the clandestine comp lesions 
of many Agency careers, that fall under the Director s 
statutory' responsibility. 


4, h’ow let me address the subject of the rtoralm of 
out ClAhDS participant® as it would be affected by merger 
with the Civil Service System. To lu*p these participants 
into the Civil Service System now, after tea years of m* 
rsinis taring a separate retirement system wnich recognised 
the peculiarities of Agency employment, would, in our 
5 udgMftt , diminish the effectiveness oi an asset that 
our Covarjmeat and this Agent y need today. Perhaps X 
can underscore this by quoting from a statement si&tf# by 
a former Director, John A. McCone, fo Congress on 
10 December 1362. Testifying on behalf of too Cl ARDS 
Bill, ha said! *1 consider the enactment of the pro- 
posed Bin (and this was for a separata system) essential 
to the effective performance of our mission.* ‘lore 
currently, our Deputy ’director for Operations, whose 
Career Service includes the largest nusaher -of CIAaus 
oavtioipants and retirees, states • ‘’The effect of this 
saevo (the merger) on jaorale within the DDO would be 
disastrous and, takes with other difficulties, would, 
is s*y opinion, seriously degrade the calibre o£ fue 
people we could hire &a d/or retain in the Operations 
Directorate. ** I fully support hb position. 
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5 , I submit at this point that the unique aspect# 
of CXAR&S sad of the employee# it covers , as well as its 
relationship to our overall personnel taanagetaeat system, 
argue- for its continuation as a separate system. CXAftDS 
is aot just a relatively ssall number of persons* (On 
31 January 1975, 4,630 participants, 1,8*S annuitants and 
254 survivors*) It is a program administered in a fashion 
or by methods unique to the U. S. Goveraia«ttt* This unique- 
ness, which was recognised by the Congress in approving 
C1A&&3 *a a separate and special rotirsaeat system, often 
involves eases covered by the Blraetor** responsibility 
to pro tact sources and methods* 

6* Mr. Ash *9 letter stated t hat the difficulty inherent 
in providing for the unfunded liability argues for morger. 
After reviewing various alternatives to resolve our funding 
problem, the Agency*# Faat lament Casualties rccoBae&4a£ that 
w propose enactment of funding legislation parol ial to 
that previously enacted for the Civil Service and the 
Foreign Service Systems. Wo think that there ar# impor- 
tant advantages to this proposals statutory precedent 
exists and the principal portion of the additional funding 
would he exempt fro* the appropriation process. The amount 
to be paid into ClAS&S would be reflected as a lino item 
la the U* S. Budget, but this lino itea would reveal little 
or nothing about Agency site or budget aad ve believe that 
the advantages accruing to CIA8.DS from this proposal far 
outweigh the disadvantage* With r«»?«et to the difetictslty 
of updating CIAUDS, wo believe that the proposal in our 
present legislative package for the enactment of benefits 
for ClAXtDS, which or © approved for the CS%%, fey administra- 
tive moans- (without bypassing the legislature) would obviate 
the recurring recourse to the legislative process for the 
attainment of ban* fit# decreed far »ost government employees. 

1% jasHMsry* wo believe that merger of Cl Ad OS vlth the Civil 
Service ftotlroaont System would deprive the CIA of an Important 
»a»ago»®»S tool, would result in greater administrative ©xpv&se. 
would create acute administrative and security 4itfifialtl®s » *a4 
would seriously affect the morale of these Agency employees for 
whoa Cl ARCS was enacted. Enactment of our proposed legislative 
prog raw would solve the difficulties of funding and updating of 
benefits without jeopardising our present CIA£2>5 System and Its 
important contribution to our personnel s®nage«®nt pro^raa for 
■$. major and uaiqu® category of Agency employees# 

Sincerely, 

ll! 

W. £. Colby 
Director 

Enclosure (>0 i«i*L JLi s 5 1 rl 
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• ...... ... .3 May 1968 

RETIREMENT RATIONALE . 

• * . . - ’ ' ' ' . • . ' • ‘ - : 

1 The production of intelligence hearing on the national 'i/ . 
security for use at the highest levels of policy determination of 

the UnUed States Government is a responsibility of the gravest _ . 
note The organisation hearing this responsibility should be 
staffed with persons of the highest available intellect, integrity 
professionalism, dedication, perspicacity, and dynamism. The . 

^ tral Intelligence Agency's retirement policy is an essential 
element of its program for ensuring that its staff possesses these 
attributes to the highest degree feasible. > 

2 The personnel staffing program of the Agency is based on 
the concept of selective recruitment for career employment and 

e d career development. Selection standards are design ^ 
to accept only persons with the highest qualifications and potential 
for development. 'The Agency’s development program provides a 
career -long blend of formal training and managed progression 
through appropriate assignments of increasing breadth and respon- 
sibility. \ 

3 The goal of the Agency's development programs to place 
the best available employee in every position. Promotion policy 
reinforces career development by advancing those who excel and 
£ave thl capacity for further growth. The Agency's rigorous 
syltem for evaluating the performance of Its employees is designed 
to assure high levels of effectiveness. Those who are unsatisfac- 
tory are separated; those who are marginal or unlikely to find full 
career satisfaction are counseled to resign. 

$ 

4 Intelligence activities are characterized by continuous . 
changes --in requirements, methods, techniques, processes an 
emphases. As these changes occur, the Agency reassxgns its 
career staff employees and provides supplementary traxmng as 
required. To the extent that these measures do not meet the needs, 
requisite skills, experience, and special abilities are acquxredby 
the employment of new personnel. 
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c ■ Because there are practical limits to the size of the Agency, 

' • „rnt for new employees' and the operation of the career . 

the «<P ire ” rami cannof be accomplished without attrition ;.r; , 

development p g ^ Svided by involuntary separations and 

Part Sons through the Agency's system for evaluating employee 
resignations th ® - a ncieS are provided by voluntary retire- 

P m "rs\gna«: r n Ld by death and disability. But. together the.se 

do not create a sufficient number of vacancies. * 

A The Agency's retirement policy is an integral part of its : " , 
6 * ih . t ? cu„ vinh le'vel of performance required by its 

Pr -° s g s r iorand“esponsibilities. 'it also provides the additional attrition 
mission and P developm en t and the acquisition of new em- 

“s" This policy, adopted in 1959. generally limits the career 

span of its employees to age 60. . 

7 Agency employees, with some exceptions, have all attained 
7. Age J aks several yearS before reaching age 60. They have 
their c - e ^ e c a a k ^ e S r eV a C nd J ve made their maximum individual con- 
had a full CIA "Exceptions specifically contemplated 

tribution to tal/nts that would 

beVuncult to replace in the normal course of career development 
he diiiicun. - 1 v hest interests of the Gov- 

and whose ^“‘™" m ent at 60 may result in loss of 
valuable" experience and know-how and only generate a recrurtment 

and training requirement. 

8 It is recognized that enforcement of the policy to retire^ . 
’ . t a occasionally subordinates the persqnal desires 

employees at ag . t prpS t s of the Governrrient.1 This is 

of the individual to fj r I lsM to separate an 

usually ^he “lun^y'retireme/t age for most Federal 

emp y . , _ , compulsory age under the Civil Service 

employees is . retire ment ages for CIA would result in the 

system is . . an exceS sive number of employees of de- - 

gradual accumu whether due to declining health, motivation, 

dining performance jhetterd ^ ^ T * e effectiveness with 

or drive or to inability extraordinary responsibilities depends 

which the Agency u 1 sible leve l of effectiveness in staffing 

th1TgenT n Consaquently, extraordinary action toward attaining 
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• . fa np this goal .-such as effecting a retirement policy • . 

morTs'tringent than ./that 'for the federal service in general- -U j ; ) ■ . 
•warranted. .■ ■ .'>/;■ v'v',. ■■..*■■■■ » • J 

' q Retirement at age 60 may appear less appropriate fir those 
9 ’ nlovees who are in positions that are not unique to tntelU- 
SST ^ Height he possible to identify all such . 
fositions and exempt the incumbents thereof from the, retirement 
policy. > 

10 There are two reasons for not doing so. Attempts to f x 
ilate criteria of differentiation would generate new problems f 

moraTo and administration. The creation of exempt ca egories of 
m0 lo veeS would foster odious comparisons. It would thwart the 

implementation of the general retirement policy indefinite y as . • 

groups and individuals pleaded their individual cases. 

11 The more fundamental reason for hot exempting certain 
ateeories of Agency employees is that the work of the Agency must 

he performed with utmost responsiveness. This requires a 2 en ® r 
state of mind on the part of all employees that timeliness « crtte , 

. imperative and absorption with the task at hand take . 

"'•orTtvOTer personal distractions. Advancing years inevitably bring 
priority ov P enthusiasm. The larger the pro- 

- debilitating effects chi the 

tenor the Agency. 

* ■, T mniarv t he ace 60 retirement policy is a key element 

A^nc^Tefforte to attain excellence in ite staffing. Without 

of the Age y perEO n n el program of the Agency would he im- 

the P° llo 7,‘ * vigorous and productive individuals, finding 

P v lvL stymied will leave the service or will never be per- 

themselves stym , shortening the career span • 

:raU ellotees S tr e vmetttellig4n y ce will continue to be highly 
attractive to outstanding young men and women. In the end. our. 
national intelligence objectives will he best served. ; ; 
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* OFFICE OF MANAGEMENT AND BUDGET 

For Releasw^OO1/O4/O0\si0WteiaE>R/t9<OO5t98AOOO1OW7OOO5-8 . 

January 30, 1975 


Honorable William E. Colby 
Director of Central Intelligence 
Washington, D. C. 20505 

Dear Bill: 


The President's review of the budget submissions of all exec- 
utive branch agencies has been conditioned by a balanced eco- 
nomic program that is designed to stimulate economic growth 
”?thou? aggravating inflationary pressures. The spending . 
proposals delineated in the 1976 budget for each Federal activ 
ity are consistent with these objectives. ■ 



as vou V.now, this year's budget review .included an examination 
of out-year requirements through 1980, projected from decision 
made fofwiS Sd 1976. Although the 1977 to 1980 estimates 
are intended to provide firm guidance, the degree of uncer- 
tainty surrounding such forward estimates is obviously much 
greater than in the case of shorter term estimates. Mjwt 
ments (down as well as up) will, of course, be made in next 
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year's budget process as required to mate account of certain 
developments now unforeseen; for example, the outcome of this 
year's legislative action, later and more accurate statistics, 
more informed appraisals of workload, and other changes in 
the external environment. The budgetary guidance for CIA for. 
these out-years is as follows (in millions) : 

25X1A 


The President expects you. to develop plans for the operation 
of CIA in such a way that your budgets for these years will 
be held within these totals. 

The 1976 end-of-»year and transition period ceiling on staff 
and contract employment establishe^by the President for the 
Central Intelligence Agency is The progress you have 

achieved in making your employment reporting system more 
closely parallel that of other Federal government agencies is 
to be commended. Through the use of this standard, I believe 
' we can better evaluate the requirements for agency personnel. 

I trust that you will continue to move in the direction of 
conformity with the employment reporting practices of other 
Federal government agencies. If additional positions are to 
i/be required in CIA because of unexpected growth in the volume 
of your reimbursable activities or a transfer of function, 
you will arrange with those other agencies to reduce their 
employment ceilings by a number at least equal to the increase 
needed in your ceiling. Requests for adjustments from both 
agencies . must be submitted. concurrently to the Office of Man- 
agement and Budget for approval. * - 

The President has asked your, help in slowing the upward trend 
of personnel costs. You should give special attention to use 
every reasonable opportunity for eliminating or downgrading 
vacant positions, particularly those at the GS— 16, GS— 17, and 
GS-18 levels; insuring that promotions are fully justified; 
hiring college graduates wherever feasible at the GS-5 entry 
level; eliminating unnecessary organizational layering; train— 
ing employees to do work more economically and better; and 


I 
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encouraging employs© suggestions which lead to cost reduc— 
tions. The creative efforts of your managers should be en- 
listed to find ways to meet the President’s objective of re- 
ducing personnel costs. The results of your initial efforts 
should be reported to this office by May 15, 1975. 

Your proposed legislative program includes amendments to the 
National Security Act of 1947 to protect sources and methods. 

As you are aware, clearance on your proposed amendments to 
the National Security Act has been in abeyance pending resolu- 
tion of differences between the views of the CIA and those of 
the Department of Justice. We understand that your staff and 
the staff of the Department of Justice have been discussing 
these differences since April of last year. You should provide 
this office by April 1, 1975, with a written report on the sta- 
tus of these discussions and any outstanding issues.' 

In addition, your legislative program proposes amendments to 
the CIA Retirement Act. We believe that a full review should 
be given at this time to the desirab ilit y of mergin gLthe CIA 
Retireme nt and 1 Disabil ity^ysteitCs^k3ha.t_pfJ^e^iyi 1 l Servic e 
•igStlr^nent and" Dr s abil i ty System. The difficulties inherent 
ajTprovrding for tHeT unfunded liability in this essentially 
"off budget" system and the continuing requirement to update 
the authorizing legislation to parallel changes in the Civil 
Service Retirement and Disability System argue for a merger. 

By April 1, 1975, you should also provide this office with a 
report as to your recommendations for solutions to these prob- 
lems. The report should indicate the difficulties that might 
arise from a merger and possible legislative or administrative 
solutions. 

For your reference, enclosed are copies of the letters which 
I have transmitted to Chairmen McClellan and Mahon of the 
Senate and House Appropriations Committees informing them of 
the amounts for the Central Intelligence Agency included in 
the President's budget estimates. 
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The President expects each agency official to support actively 

the budget amounts set forth in this letter and its enclosures. 
This support should be given in testimony before congressional 
committees and in informal contacts with members of Congress 
and their staffs. 

Sincerely, 


Enclosures 


Row L . Ash! 
Director 


.. ft 
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RECOMMENDATION 
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Remarks: 


Our answer to question 2 concerning CIARDS 
is based on input from the Office of Finance 
and the Office of Personnel . Also, we have 
attached the 2 April 1975 letter from the 
DCI to the Director of OMB which we referred 
to in our answer to question 2. 

ATTACHMENTS ARE CLASSIFIED "CONFIDENTIAL" 
AND "SECRET." 
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